






















Collaboration against Crime: When is diversity beneficial? 
Abstract 
 This study analyzes the interaction of similarity and gender in attempt to better 
understand when diversity can be leveraged to improve performance. Same-gendered dyads were 
categorized as high similarity if they had the same major and low similarity if they had different 
majors.  Dyads collaborated to solve a murder mystery case with performance measured by 
selecting the correct suspect. The preliminary results found that dissimilar male dyads 
outperform similar male dyads and similar female dyads outperform dissimilar female dyads.   
Literature Review 
 This study focuses on the interaction of similarity and gender. Both aspects are discussed 
below in order to understand the current research and hypothesize outcomes of their interaction.   
Similarity 
 With an increasingly diverse workforce, business leaders and scholars alike seek to better 
understand how and when to leverage the effects of diversity in the workplace. While there are 
many aspects to team decision making and performance, past research has been inconclusive in 
alluding to when similar or dissimilar teams might outperform the other, frequently referring to 
diversity as a double-edged sword. Intuitively, similarity in groups likely leads to a more 
cohesive environment. This idea was reinforced by the similarity-attraction paradigm and social 
categorization theory in which individuals prefer to collaborate with similar group members 
(Williams and O’Reilly, 1998).  More recently however, studies begin to show that homogenous 
groups have downsides as well. Katherine Phillips concluded that homogenous groups are prone 
to delusions of sharing similar knowledge or opinions which leads to a variety of consequences 
such as less unique information, greater social focus and overconfidence in performance (Phillips 
et al, 2012). Knowledge of even surface-level similarity has been shown to promote less 
preparation in anticipation of interacting with a peer (Loyd et al, 2013). In addition, discussions 
on a positive relationship between diversity and innovation as well as a potential competitive 
advantage have become prevalent in the academic world (Basset-Jones, 2005). So when is 
diversity beneficial? This paper examines an underexplored perspective of suggesting the 
relationship between similarity and performance may be moderated by gender. Our research 
isolates this aspect in same-sex dyads to explore the potential effect gender has on performance 
in similar and dissimilar situations. This analysis can potentially clarify the conflicting research 
and allow a better understanding of when diversity yields better performance.  
Gender 
 Research confirms that males and females differ in social situations. Therefore, we 
hypothesize that each gender will perform differently when working with a similar or dissimilar 
same-gendered peer. Studies show males have a competitive nature and seek to show 
formidability while females cooperate substantially more often (Charness and Rustichini, 2011). 
In addition, research suggests that gender triggers, which prompt gender-related behavior 
responses, may influence performance. (Bowles et al, 2004). Again related to diversity, there is 
mixed research on gender diversity in teams in relation to performance. While some observe that 
gender diversity resulted in intragroup conflict and lower performance (Pelled, 1996), others 
claim a slight superiority of mixed-gender groups related to the benefit of heterogeneity of 
interaction styles (Wood, 1987).  Overall, there is still a lack of research based on same-gender 
interaction in cooperative situations.  
 Keeping the current literature in mind, in this study we are basing our hypothesis on 
attributing the mix in research due to gender. We predict that similar female dyads will be more 
cooperative and share more unique information compared to similar males. We also predict that 
dissimilar male dyads will be more open to conflict and information sharing which will lead to 
outperformance of similar male dyads.  
H1: Female dyads similar in majors will outperform dissimilar female dyads. 
H2: Male dyads dissimilar will outperform similar male dyads.    
Methodology  
 This study was conducted through the research lab at Oklahoma State University with 
participants from the Spears School of Business. For this analysis, each dyad indicated a high 
sense of familiarity by selecting a “4” or higher in ranking how well they know their partner on a 
scale from 1 to 7. Each dyad was then categorized into either high or low similarity based on 
their majors. Dyads with high similarity had the same major while pairs with low similarity had 
different majors. In this study, participants receive information pertaining to a murder mystery 
and must work together to decide on a murder suspect. In order to intentionally establish a sense 
of similarity or dissimilarity, the lab instructor informed the dyads that their first action was to 
discuss their majors and what they have learned from them for a total of three minutes. After the 
brief exchange on their majors, the instructor then passed out the murder mystery case which, 
between both participants, contained all information pertinent to correctly solving the case. Next, 
each participant was then given an individual pre and post questionnaire. These questionnaires 
had roughly 20-30 questions which measured each participants feeling towards a variety of 
aspects such as similarity, trust, confidence, and information sharing with their partner. Options 
ranged on a seven point Likert Scale indicating a level of strong disagreement or agreement for 
each statement. Lastly, the pair was given one group decision form to fill out together. This form 
required the dyad to indicate their chosen suspect as well as their confidence in their selection. 
After reading the murder mystery case, the dyad had 30 minutes to discuss and come to an 
agreement on the murderer. See Figures 1, 2, and 3 for full questionnaires.  
Results 
 A univariate analysis of variance (UNIANOVA) was performed to compare the mean 
differences in performance (selecting the correct suspect) across high and low similarity dyads in 
all female or all male teams. The analysis showed the following results for each category: High 
Similarity Male Dyads (M=.3750), Low Similarity Male Dyads (M=.5294), High Similarity 
Female Dyads (M=.5217), Low Similarity Female Dyads (M=.3226). These results did not prove 
statistically significant with p =.066. In summary, the results showed high similarity female 
dyads outperforming low similarity female dyads and vice versa for the male dyads represented 
by Figure 4 and 5. Additionally, a binomial linear regression was performed because of the 
dichotomous dependent variable.  
Discussion 
 While the findings for the preliminary results were not statistically significant, for the 
purpose of educational practice, I will discuss potential theories as if the findings were 
significant. A potential theory of dyads behaving in conformance with gender stereotypes, 
women are more cooperative and therefore are potentially less willing to disagree or cause 
conflict during dissimilar situations compared to similar situations. Men are aware of their 
competitiveness in dissimilar situations and are more willing to discuss alternatives views than in 
similar situations where it may jeopardize a relationship. Evidence of this theory is provided 
throughout the study. For example, when comparing the mean response to frequently discussing 
alternative viewpoints, male dyads answered to a higher degree of agreeance in low similarity 
than high similarity pairings. For female dyads, the mean was slightly higher in high similarity 
than low similarity pairings. The interaction was statistically significant with p=.027. Another 
question asking agreeance in the importance of getting along with their partner rather than 
getting the answer correct had a statistically significant interaction between gender and 
performance (p=.001). While female dyad’s responses were overall higher than males’, similar 
male dyad’s responses were higher than dissimilar male dyad’s responses. See Figure 6 and 7 for 
full statistical analysis of these responses. These outcomes are an indication of potential 
differences in how male and females interact in similar and dissimilar situations.  
Application 
 With further analysis, this study can provide insight on how to leverage diversity in the 
workplace. The average performance by each category of dyad provides an opportunity to 
understand when similarity or diversity is most beneficial. This information can be utilized when 
assembling work pairs or teams to achieve the best results. I believe that aspects of this study can 
also be applied to work interactions such as with bosses or mentorship pairings, any chance to 
improve the outcome or performance of collaboration. In regard to the mean performances, I 
think it is especially important to avoid situations that decrease success. In industries such as IT 
or accounting, which likely have less variability in degrees, it may be beneficial to be aware of 
the pitfalls of similarity in teams. However, in something like a start-up company, there may be a 
more diverse education background, so it would be important to be aware of when similarity has 
benefits. In a broader sense, however, these results can be applied when making decisions for 
team collaboration in the workplace to produce the most success. 
Implications for Future Research 
 While this preliminary analysis was condensed due to time and ability constraints, initial 
findings indicate the need for a deeper analysis for conclusive results. In this study, there are 
numerous factors that can influence the results as well as numerous ways to analyze them. 
Statistically, the R-Squared values were very small which indicates a high level of variability 
that is not explained by the model. While this study was analyzed on a basis of similarity in 
major, that may not be an easily distinguishable aspect of diversity in the workplace. In addition, 
there could also be surface-level diversity such as age or race in play during this study which 
were captured in the questionnaires, but not yet analyzed. The other important piece is that 
participants in this study were categorized as highly familiar with one another which may also 
have an influence in how they make decisions, strangers may interact completely differently. 
Overall, there remain questions in the outcomes of this study that are currently not explained by 
present research. Gender and similarity interactions remain an underexplored area in research 














Bassett‐Jones, N. (2005). The paradox of diversity management, creativity and 
innovation. Creativity and innovation management, 14(2), 169-175. 
 
Bowles, H. R., Babcock, L., & McGinn, K. L. (2005). Constraints and triggers: Situational 
mechanics of gender in negotiation. Journal of Personality and Social Psychology, 89(6), 
951-965. 
 
Charness, G., & Rustichini, A. (2011). Gender differences in cooperation with group 
membership. Games and Economic Behavior, 72(1), 77-85. 
 
Loyd, D. L., Wang, C. S., Phillips, K. W., & Lount Jr, R. B. (2013). Social category diversity 
promotes premeeting elaboration: The role of relationship focus. Organization 
Science, 24(3), 757-772. 
 
Katherine W. Phillips,  Evan P. Apfelbaum, (2012), Delusions of Homogeneity? 
Reinterpreting the Effects of Group Diversity, in Margaret A. Neale, Elizabeth A. 
Mannix (ed.) Looking Back, Moving Forward: A Review of Group and Team-Based 
Research (Research on Managing Groups and Teams, Volume 15) Emerald Group 
Publishing Limited, pp.185 - 207 
 
Pelled, L.H. (1996) Demographic diversity, conflict, and work group outcomes: An intervention 
process theory, Organization Science 7: 615-631. 
 
 
Williams, K. Y., & O'Reilly III, C. A. (1998). Demography and Diversity in 
Organizations. Research in organizational behavior, 20, 77-140. 
 
 
Wood, W. (1987). Meta-analytic review of sex differences in group performance. Psychological 





































Figure 3 Cont. Post Discussion Questionnaire 
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Figure 5 Graph of Mean Comparisons 






















Figure 7 Importance of Getting Along 
 
 
 
 
 
 
 
 
 
 
